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STATEMENT UF
DR. DONALD J. DEVINE
U.S. OFFICE UF PERSONNEL MANAGEMENT

BEFORE THE |
SUBCUNMLITEE UN CONPENSATION AND ENPLUYEE BENEFITS

CUMMITIEE UN POST OFFICE AND CIVIL SERVICE
U.S. HOUSE OF REPRESENTATIVES

UN THE

FEDERAL EMPLOYEES PAY EQUITY ACT OF 1984
ANU THE PAY EQUITY ACT OF 1984

APRIL 3, 19&4

MADAM CHAIRWUMAN AND MEMBERS OF THE SUBCOMMITTEE, I WOULD LIKE
TO THANK YOU FOR THE OPPORTUNITY TO ADLRESS THE SUBCOMMITTEE
ON H.R. 4599, AND INDIRECTLY ON H.R. 5092.

FIRST, 1 WANT TO MAKE ABUNDANTLY CLEAR THAT THIS ADMINISTRATION
IS FULLY COMMITTED TU EQUAL PAY FOR EQUAL WORK. I WUULL ALSOC
LIKE TO POINT OUT AT THE OUTSET THAT THE STATUTES CONTROLLING
PAY ALREADY REQUIRE EQUAL PAY FUKR SUBSTANTIALLY EQUAL WURK. THE
SYSTEM FOR EVALUATING PUSITIONS IN THE FEDERAL SEKRVICE, WHICH

I WILL DESCKIBE IN SUME DETAIL, IS DESIGNED TO INSURE THA1 THE
PRINCIPLES SET FORTH BY THE CONGRESS IN LAW ARE CARRIED OUT-.
ABOUT 1600 OPM EMPLOYEES WORK IN UUR STAFFING GROUP, WHICH
PERFORMS RECRUITING, EXAMINING, AND JOB STANDARDS FUNCTIONS, AND
MAKES UP MORE THAN 25 PEKCENT OF UPM’S TOTAL EMPLOYMENT. THE
MAJOR ASSUMPTION UF H.R. 4599 IS THAT SALARY DISCRIMINATION

IS PREVALENT IN Tht FEDERAL GUVERNMENT WAGE SYSTEM. IF THIS IS
TRUE, THE PRESENT SYSTEM IS ALREADY AT VARIANCE WITH THE LAW.
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I BELIEVE 17 WUULD BE USEFUL TO FIRST OUTLINE THE LEGAL PRINCIPLES
UNDER WHICH 1HE FEDERAL SYSTEM WUKKS.

(o)

SECTION 2501 UF T1TLE 5 OF THE UNITED STAIES CUDE ESTABLISHES
THE MEKLIT SYS1EM PRINCIPLES UNDER WHICH THE WHULE PERSONKEL
SYSTEM UPERATES. THESE PKINCIFLES KEWUIKE EFFICIENT AND FAIK
PEKSUNNEL MANAGEMENT, AS WELL AS SPECIFIC REQUIKEMENTS WHICH
DEAL DIRECTLY WITH OUR TOPIC TODAY. PARTICULARLY PERTI-

NENT ARE MERLT PRINCIPLE NUMBER (2), WHICH REGUIRES FAIR

AND EQUITABLE TREATMENT OF ALL EMPLOYEES AND APPLICANTS,

ANUD PRINCIPLE NUMBER (3) WHICH STATES: "EWUAL PAY SHOULD

BE PROVIDED FOR WORK OF EQUAL VALUE, WITH APPKOPRIATE
CONSIDEKATION OF BOTH NATIOUNAL AND LOCAL RATES PAID BY
EMPLOYERS IN THE PRIVATE SECTOR, AND APPROPRIATE INCENTIVES
AND RECOGNITION SHOULL BE PROVIDED FOR EXCELLENCE IN
PERFORMANCE . *

SECTION 5101 OF T1TLE 5 SIATES,

“IT IS THE PURPOSE OF THIS CHAPTER TO PROVIDE A PLAN FOR
CLASSIFICATION UF PUSITIUNS WHEKEBY --

(1) IN DETERMINING THE RATE OF BASIC PAY WHICH AN
EMPLOYEE WILL RECEIVE --
(A) THE PRINCIPLE OF EQUAL PAY FOR SUBSTANTIALLY
EQUAL WOKK WILL BE FOLLOWED; AND
(8) VARIATIONS IN RATES UF BASIC PAY PAID TU DIF-
FERENT EMPLOYEES WILL BE IN PROPORTION TO SUBSTANTIAL
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DIFFERENCES IN THE DIFFICULTY, KESPUNSIBILITY,
AND QUALIFICATION REQUIREMENTS UF THE WUKK PERFURMEL
ANU TO THE CONTRIBUTIGNS OF EMPLOYEES TU ERFICIENCY
AND ECUNUMY IN THE SERVICE; AND
(2) INUIVIDUAL PUSITIUNS WILL, IN ACCURDANCE WITH THEIR
DUTIES, RESPONSIBILITIES, AND QUALIFICATION REQUIREMENTS,
BE SU GROUPED AND IDENTIFIED BY CLASSES ANL GRALES, AS
DEFINED BY SECTION 5102 OF THIS TIILE, AND THE
VAKIGUS CLASSES WILL BE SO DESCRIBED IN PUBLISHED
STANUARDS, AS PRUVIDED BY SECTIOUN 5105 OF THIS
TITLE, THAT THE RESULTING PUSITIUN-CLASSIFICAT]ON
SYSTEM CAN BE USED IN ALL PHASES OF PERSONNEL
ADMINISTRATION. "

° SECTION 5105 OF TITLE 5 STATES,

“(A) THE UFFICE UF PEKSUNNEL MANAGEMENT, AFTER CUNSULTING
THE AGENCIES, SHALL PREPARE STANDARDS FUR PLACING PUSITIUNS
IN THEIR PRUPEK CLASSES ANL GRADES. THE OFFICE MAY MAKE
SUCH INWUIRIES OR INVESTIGATIONS OF THE DUTIES, RESPUN-
SlBlLI]lES, AND QUALIFICATION REQUIREMENTS OF PUSITIUNS

AS IT CONSIDERS NECESSARY FOR THIS PURPOSE. THE AGENCIES,
ON REQUEST OF THE OFFICE, SHALL FURNISH INFORMATIUN FUR

AND COUPERATE IN THE PREPARATION OF THE STANDARDS. IN

THE STANDARDS, WHICH SHALL BE PUBLISHED 1N SUCH FORM AS

THE OFFICE MAY‘DETERMlNE, THE OFFICE SHALL--
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(1) DEFINE THE VAKIOUS CLASSES UF PUSITIONS IN TEKMS
UF DUTIES, RESPUNSIBILITIES, AND QUALIFICATION
KEQUIKEMENTS;

(2) ESTABLISH THE UFF1CIAL CLASS TITLES; AND
(3) SET FORTH THE GRADES IN WHICH THE CLASSES HAVE
BEEN PLACED BY THE UFFICE.

° SECTION 5104 OF TITLE 5, USC, DEFINES IN GENERAL TERMS
THE LEVEL UF LUTIES AND RESPUNSIBILITIES FOK EACH GENEKAL
SCHEDULE GRADE 1 THROUGH 18. TG IMPLEMENT THIS LEGALLY
ESTABLISHED POLICY ON GRADE DIFFICULTY AND RESPUNSIBILITY
LEVELS, WE HAVE A JUb EVALUATION SYS1tM AND CLASSIFICATION
STANDARDS, WHICH 1 WOuLb LIKE TU DISCUSS IN SUME DETAIL.

THE GENERAL SCHEDULE INCLUDES ABGUT 1.4 MILLION EMPLOYEES. 6S
POSITIUNS ARE LUCATED IN ALMOST ALL FEDERAL AGENCIES AND INCLULE

A GKEAT DIVERSITY OF OCCUPATIONS RANGING FROM MESSENGERS AND
CLEKKS TU HIGHLY SKILLED PRUFESSIUNALS IN SUCH FIELDS AS ECUNGMICS,
LAW, ACCOUNTING, THE SOCIAL, MEDICAL, BIOLOGICAL, AND PHYSICAL
SCIENCES, ENGINEERING, EDUCATIUN, MANAGEMENT, AND ADMINISTRATIUN.

THE PRIME METHUDULUGY USED TU EVALUATE GS PUSITIUNS IS CALLED THE
FACTUK EVALUATIUN SYSTEM (FES) FUK NONSUPEKVISURY PUSITIONS 6S-1
THROUGH 6$-15. FES WAS DEVELOPED IN THE 1970°'S AND IMPLEMENTED IN
1975 IN KESPUNSE 10 THE JOB EVALUATION POLICY ACT OF 1970, WHICH
IDENTIFIED A NUMBER OF CONCERNS RELATED TO EQUITY AND CONSISTtNCY
IN THE EVALUATIUN UF -FEDERAL PUSITIONS.
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FES HAS NINE FACTURS AND FRUM 3 TU 9 LEVELS LEFINED FUR EACH FACTUR.
THESE FACTORS, ALONG WITH THEIR NUMBER OF FACTUK LEVELS AND PUINT

KANGES, ARE:

FACT UK

FACTUK
FACTUR
FACTUK
FACTUR
FACT UK
FACTOR
FALTUR
FACTOR

1,

2,

3,
4,
2,
b,
/,
8,
9,

KNUWLEUGE REQUIRED BY THE POSITION (9 LEVELS, 50

TO 1850 POINTS)

SUPERVISURY CONTKULS (5 LEVELS, 25 TO 650 PGINTS)
GUIDELINES (5 LEVELS, 25 TU 650 POINTS)
COMPLEXITY (6 LEVELS, 25 TU 45U PUINIS)

SCUPE AND EFFECT (b LEVELS, 25 T0 450 PUINTS)
PERSONAL CUNTACTS (4 LEVELS, 10 TU 110 PUINIS)
PURPOSE OF CONTACTS (4 LEVELS, 20 10 220 POINTS)
PHYSICAL LEMANDS (5 LEVELS, 5 T0 50 PUINTS)

WORK ENVIKONMENT (3 LEVELS, 5 T0 50 POINTS)

IN UTILIZING FES, POSITIUNS ARE PUINT-RATED FACIUR LEVEL-BY-
FACTOR LEVEL AND THE FOLLOWING PUINT RANGES ARE USED TO CUNVERT
A POSITION'S TOTAL POINT SCORE TU A GS GRADE.

GS GRADE

1

RANGE
190-250
255-450
455-b50
b55-850
855-1100

1105-1350
1555-1600
1605-1850
1855-2100
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1 2105-2550
11 2555-2750
17 2755-5150
15 3155-3600
14 : 5605-4050
15 ‘ 4055-4480

EACH GF THE 45 FACTUR LEVELS IN THIS NINE FACTUK SYSTEM IS

DEFINED IN A PKIMARY STANDARD BY A SHUKT PAKAGKAPH. SINCE THE
FEDEKAL GUVERNMENT UPEKATES A HlGHLY DECENTRALIZED CLASSIFICATLIUN
SYSTEM, A GENERALLY WRITTEN PRIMARY STANDAKL FACTUR LEVEL DEFINI-
T10N HAS NOT, IN THE PAST, BEEN DEEMED TU BE SPECIFIC ENOGUGH 1U
INSURE UNIFORM GRADING BY THE APPROXIMATELY 2,000 PUSITIUN CLASSIFI-
CAT1ON SPECIALISTS, WOKLUWIDE, WHU UTILIZE THE SYSTEM TU EVALUATE
1.4 MILLION POSITIONS IN HUNDREDS OF ORGANIZATIONAL LOCATIUNS.

THUS, THE U.S. OFFICE OF PERSONNEL MANAGEMENT INTERPKETS THE PKIMARY
STANDARD’S FACTOR LEVELS BY DESCRIBING THEM IN SPECIFIC OCCUPATIUNAL
TERMS. THESE DESCRIPTIONS, ALUNG WITH UTHER GUIDANCE, ARE FCUNL

IN INDIVIDUAL PUBLISHED CLASSIFICATIUN STANDARDS.

OCCUPAT LUNAL CLASSIFICATIUN STANDAKDS ALSU INCLUDE BENCHMARK
POSITION DESCRIPTIONS. BENCHMARKS ARE POSITION DESCKIPTIONS WHICH
ARE UFFICIALLY CLASSIFItD BY THE UFFICE OF PERSUNNEL MANAGEMENT.
EACH BENCHMAKK CUNTAINS A SUMMARY DUTY STATEMENT AND A FURTHEK
INTERPRETAILON GF EACH OF THE FES FACTUKS, WRITIEN IN TERNS UF
PGSITIONS WHICH ARE FOUND IN SIGNIFICANT NUMBERS IN 1HE OCCUPATIUN.
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THUS, WHILE OPM UGCCUPATIONALLY INTERPKETS THE POSETIUN CLASSIFICATIUN
STATUTE AND THE FES PRIMARY STANDARD THROUGH THE DEVELUPMENT ANL
ISSUANCE UF STANLAKDS, AGENCIES EVALUATE THEIK PUSITIUNS BY AFPLYING
THE CLASSIFICATION STANDARDS.

AS YUU CAN SEE, THE EXISTING SYSTEM 1S THAT SUMMARIZED IN SECTION
5(4) UF H.K. 4599, INCLUDING THE GUAKANTEE UF EGUAL PAY FOR SUBSTAN-
TIALLY EQUAL WURK.

ALL UF THESE PAKIS UF THE FEUERAL SYSTEM -- THE STAIUTE, THE
PRINAKY STANUARD, UCCUPATIONAL FACTOR LEVEL DESCRIPTIUNS,
OCCUPATIUNAL BENCHMAKKS -- CUMPRISE AN INTEKLUCKING JUB EVALUATIUN
SYSTEM.

The FOCAL PGLIN] OF FELEKAL JOB EVALUATION, THEN, IS CLASSIFI-
CATION STANDARDS. STANUARDS CONTAIN THE HIGHLY SPECIFIC MEASURES
AGENCIES NEED TU GRADE THEIR PUSITIONS. IWCLUDEDL IN STANDARDS
ARE THE UCCUPATITUNALLY BASED FACTUR LEVEL DESCRIPTIONS WHICH
INTEKPRET THE PRIMAKY STANDARD'S FACTUK LEVELS, BENCHMARKS
CUVERING FRUM THREE TU TWENTY POUSITIONS DEPENDING ON THE GCCU-
PATIUNS ' CUMPLEXITY ANU LIVEKSITY, ANL A HUST UK UTHEK GUILANCE
MATERTALS-

IN THE COUKSE UF AN OCLUPATIUNAL STubY, THE UCCUPATIONAL SPECIALISI
DEVELOPS EXTENSIVE AND DETAILED INFOKMATIUN REGAKDING THE WORK

GF THE UCCUPATIUN AND HUW IT IS DUNE, LEVELS UF WURK, THE KNUWLEDGES,
SKILLS AND ABILITIES REGQUIRED TO DU THE WORK OF EACH LEVEL AND
SPECIALIZATION, AND THE RtLATIONSHlP OF THE WURK 10 UTHER OCCUPATIOUNS.
THESE FACTS AND JUDGMENTS ARE OBTAINEL FRUM KEY MANAGEMENT OFFICIALS
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AND SUPERVISORS, EMPLOYEES AT VAKIOUS LEVELS IN THE ULCCUPATIUN,
PEKSUNNEL OFFICIALS AND SPECIALISTS, PRUFESSIUNAL AND TELHNICAL
SUCIETIES, UNIUNS AND OTHEK ORGANIZED GROUPS, REPKESENTATIVES OF
THE ACADUEMIC COMMUNITY, INDUSTRY, AND OTHEKS.

THIS BODY OF INFURMATION FORMS THE BASIS FUR A LRAFT CLASSIFICATION
AND GUALIFICATION STANDARD WHICH:

-- DESCRIBES THE LEVELS OF DIFFICULTY AND RESPONSIBILITY IN
THE OCCUPATION,

-- JDENTIFIES THOSE LEVELS WITH GKADE LEVELS DEFINED IN SECTIUN
5104, TITLE 5,

-- DESCRIBES THE KNUWLEDGES, SKILLS AND ABILITIES REGUIREDL TU
ENTER THE OCCUPATION, AND THOSE REQUIRED AT VARIUUS HIGHER
LEVELS,

-- TUENVIFIES THE KINDS AND LEVELS UF ELUCATION, EXPEKIENCE,
AND TRAINING WHICH PRGVIDE THE REQUIKED KNUWLEDGES, SKILLS
ANU ABILLITIES.

DKAFT STANDARDS ARL ISSUED FUK KEVIEW AND COMMENT BY AGENCIES,
UNIUNS, AND OTHER INTERESTED PAKTIES. THIS CRITICAL REVIEW OF
DRAFT STANDARDS IS A VI1AL PART OF THE PRUCESS. THE CUMMENIS
RECEIVED ARE CAREFULLY REVIEWED AND APPRUPRIATE CORRECTIONS OR
CLARIFICATIUNS ARE MAGE SU THAY THE FINAL STANUARUS 1SSUED ARE
ACCURATE AND CAN BE APPLIED CONSISTENTLY. THE MANAGEMENT OF
EACH AGENCY APPLIES THESE STANDAKLS IN CLASSIFYING JUBS WITHIN
THAT AGENCY .

H.R. 4599 PRUPOSES THAT UPM ESTALISH AN EQUITABLE JUB EVALUATIUN
TECHNIQUE. THE BILL DEFINES A JUB EVALUATION TECHNIWUE AS “AN
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OBJECTIVE METHOD UF DETERMINING YhE CUMPARATIVE VALUE UF DIFFEKEN]
JOBS UTILIZING A SYSTEM wWHICh KATES NUMERICALLY THE BASIC FEATUKLES
AND KEQUIREMENTS GF A PARTICULAK JUB, INLLUDING SUCH FACTURS AS
EDUCATION, TKAINING, SKILLS, EXPERIENCE, EFFUKT, RESPUNSIBILITY,
ANU WORKING CONDITIONS.” THE BILL LEFINES AN EQUITABLE JUB
EVALUATIUN TECHNIWUE AS A “JOB EVALUATIUN TECHNIGUE WHICH, TU THE
MAXIMUM EXTENT POSSIBLE DOES NOT INCLUDE CUMPONENTS FUR
DETEKMINING THE CUMPARATIVE VALUE OF A JOB THAT REFLECT THE
SEX, RACE, OR ETHNICITY OF THE EMPLOYEE." FES IS SUCH A SYSTEM.
[1 SEEMS TO ME THAT THIS LEGISLATION PRUPOSES THE ESTABLISHMEN]
OF THAT WHICH ALREADY IS IN PLACE.

BUTH H.K. 4599 ANL 5092 PRUPUSE 10 MANLATE A STUDY UF THE FEDERAL
JUB EVALUATION SYSTEM. YOU WILL BE PLEASED TU KNUW THAT A
LEGISLAT IVELY-MANDATED STULY IS AUT NECESSARY. I HAVE ALKEADY
VIRECTED MY STAFF TO CONDUCT A THUROUGH KEVIEW OF THE ENTIKE
STANUAKDS PRUCESS. INCLUDED IN THE REVIEW IS THE EXAMINATION
OF THE STANDARDS DEVELUPMENT PROCESS AND 1TS RELATIUNSHIP TU
WAGE LETEKMINATION. MOKE SPECIFICALLY:
--WE ARE EXAMINING HOW CLOSELY OUR SYSTEM FOLLOWS CIVIL SEK-
VICE LAW, PARTICULAKLY WHETHEK We FULLGK HEKIT PRINCIPLE 3.
--WE ARE STUDYING WHETHER ANY FORM OF DISCRIMINATION EXISTS IN
OUR CLASSIFICAIION SYSTEM. WE KECOUGNIZE THA1 THE ELIMINATIUN
OF ANY DISCRIMINATION IS AN IMPORTANT AND DESIRABLE GUAL-
--WE AKE EXANINING THE JUDGMENTAL ASPECT UF JUB EVALUATION 10
DETERMINE IF THE SUBJECTIVITY UF CUR SYSTEM CAN BE RELUCED IN
ANY WAY. WE WANT TU ENSURE THAT WE UPEKATE A SYSTEM WHICH IS
NEITHER ARBITRARY NOR BIASEL.
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--WE AKE EXPLURING WHA1 UNNECESSARY KESTKICTIONS HAY EXIST UN
ENTKY TU FEDERAL JUBS, SUCH AS EXCESSIVE CRELENTIALING.

--WE AKE COMPARING THE VIRIUES ANL PRUBLEMS UF THE FEDERAL WAGE
SYSTEM WITH THOSE OF THE GENERAL SCHEDULE AND Wk ARE EXAMINING
THE KAT1OUNALE FUK MAINTAINING THESE DISTINCT SYSIEMS.

THERE HAS BEEN A GUUD DEAL UF PUBLIC DISCUSSION OF *CUMPAKABLE
WUKTH” AS A MECHANISM FUR GIVING SPECIAL ATTENTIGN TU KECUGNIZING
THE WORTH OF JOBS, ESPECIALLY THUSE PREDOUMINATELY PUPULATED

EY WOMEN. MUCH OF THE LISCUSSION HAS CUNCENTRATEDL UN LUCUMENTING
THE PAY RELATIUNSHIPS BY Stx AMONG JOBS, ANU PEKCEIVED PAY
DIFFEKENCES. BUT THEKE IS LITILE INFUKMATION ON HOW 10 GET FROM
THE PROBLEM T0 THE SOLUTION. 1HE EQUAL ENPLOYMENT OPPURTUNITY
COMMISSIUN (EEUC) In 1978 CUMMISSIONEL THE NATIUNAL ACADEMY UF
SCIENCES 1O EXAMINE THE I1SSUES INVOLVED IN THE CUMPARABLE WURTH
CUNCEPT UF COMPENSATLUN. THE NAS REPURT “WOMEN, WURK, AND WAGES:
EQUAL PAY FOR JOBS OF EQUAL VALUE”, WAS ISSUED IN 1981. ALTHOUGH
ThE NAS FINAL REPURY DID NOT DEFINITIVELY DESCRIBE WHAT MIGHI
CONSTITUTE A FAIR AND EQUITABLE JOB EVALUATION PLAN, IT DID SUGGEST
SUME CHAKACTERISTICS WHICH THE NAS COMMITIEE BELIEVED TU BE PRE-
REQUISITE FOR A CUMPARABLE WORTH JOB EVALUATION SYSTEM. THESE ARE
1) CUNSISTENT TREAIMENT OF JOBS WITHIN A CUMPREHENSIVE EVALUATLON
PLAN; 2) EXPLICIT EVALUATIUN CRITERIA; AND 3) AN EMPHASIS UN INTERNAL
EQULITY AMNUNG JOBS.

THESE AKE THE SAME LHARACTERISTICS PRESENI IN THE CUKRENT FEDERAL
JUE EVALUATION SYSTEM. FOK EXAMPLE, AS REGARDS CONSISTENT TREATMENT
OF JUBS, GKADES FUR ALL GENEKAL SUHEVULE PUSIVIUNS AKE DETERMINEL BY
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AGENCY PERSONNEL STAFFS USING THE POSITION CLASSIFICATION STANDARDS
DEVELUPEL AND ISSUED BY OPM. AS I INDICATED EARLIER, OPM CLASSIFI-
CATION STANDAKDS INTERPRET THE GRADE VALUE GUIDANCE PROVIDED IN
SECTION 5104 OF TITLE 5. SU THE SAME SCALE OF VALUES IS USED FOUR
ALL POSITIONS FRUM 6S-1 THROUGH 6S-15, REGARLLESS OF TYPE UK LEVEL

UF PUSITIUN.

IN ADUITION, BY APPLYING EACH OF THE 9 CUMMUN FACTURS CUNSISTENTLY,
THE FACTOR EVALUATION SYSTEM FURTHER INSURES THAT ALL PUSITIONS ARE
FULLY EVALUATED WITHIN A CUMMON FRAMEWGRK.

AS KREGAKDS AVAILABILITY OF EXPLICIT EVALUATION CRITEKIA, MANY OF OUK
PUSITIUN CLASSIFICATIUN STANUAKDS RUN UPWARDS OF 100 PAGES IN LENGIH.
THERE ARE ABOUT 300 OCCUPATIUNAL STANDARDS FOR THE APPROUXIMATELY 425
6S UCCUPATIUNS. THUSE UCCUPAYIONS WITHOUT SPECIFIC STANLARLS, MUST
UF WHICH HAVE RELATIVELY FEW EMPLOYEES, ARE EVALUATED BY CROSS-
REFERENCING TU RELATED OCCUPATIUNS. AND, OF CUUKRSE, THERE IS EASY
ACCESS TO PUBLISHED STANDARDS THKOUGH THE GUVERNMENT PRINTING OFFICE,
AGENCY PEKSUNNEL UFFICES, AND MANY PUBLIC AND UNIVERSITY LIBRAKIES.
EACH CLASSfFICATIUN STANDARD PRUVIDES A GUGL DEAL OF INFURMATION
ABUUT 11S UCCUPATIUNAL COVEKAGE SU THAT PUSITIUNS WILL Bt CLASSIFIED
10 THE CORKECT SERIES, AND SPECIFIC GKADE LEVEL CRITERIA. FES BENCH-
MAKKS, 1N ADDITIUN, LESCRIBE WOKK SITUATIUNS WHICH TYPICALLY KEPRESENI
SIGNIFICANT NUMBERS OF POSITIONS IN THE OCCUPATION.

IHE THIRD CHARACTERISTIC, EMPHASIS UN INTERNAL EQUITY, CAN BE
TRACED BACK TU THE 1923 CLASSIFICATION ACT. IN THAT AC1, GRADES
WEKE FIKST ESTABLISHED AND DEFINED IN TERMS OF THE LEVEL OF DIFFI-
CULTY, RESPONSIBILITY, AND QUALIFICATIONS REGWUIKED. THESE GRADES
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WERE THOUGHT T0 BE SO CENTRAL TU THE SYSTEM THAT THEY AND THEIR
SHUKT DEFINITIONS WEKE ESTABLISHED IN LAW. ALL UF THt GUVEKNMENT'S
VAKIOUS WHITE-COLLAR JUBS WERE THEN ANALYZED AND EVALUATED IN TERMS
OF THUSE MEASURES AND PLACED (OK “CLASSIFIED”) INTU GRADES. ONLY
THEN WAS PAY ATTACHED TU THE GRADES, YIELDING A PAY RATE FUR AN
EMPLUYEE IN A JOB CLASSIFIED 10 THAT GRADE. THUS, DIVEKSE JUBS, IN
DIVERSE UCCUPATIONS, IN DIVERSE AGENCIES FOUND THEIR WAY INTU

THE SAME SINGLE GRADE, WHUSE INCUMBENTS WEKE THEN PAID THE

SAME .

ALTHUUGH ITHE 1925 CLASSIFICATION ACT ESTABLISHED ONLY FIVE
DIFFERENT JOB EVALUATION (OR PAY) SERVICES, THUSE FIVE SERVICES
WEKE COKCEPTUALLY INTEKKELATED. THOSE SERVICES WERE: P, FUK
PRUFESSTONAL AND SCIENTIFIC; CAF, FOR CLERICAL, ADMINISTRATIVE
AND FISCAL; SP, FUR SUBPRUFESSIONAL; CU, FUK CUSTOUIAL; AND

CM, FOR CLERICAL - MECHANICAL.

BY 1949 ONLY THE FIRS) THREE SEKVICES WERE IN EXTEASIVE USE FUK
WHITE COLLAR JUBS. HOWEVER, ALL DURING THE 1925-1949 PERIOD
CEKTAIN GRADES IN THE P AND CAF SERVICES ALWAYS HAD THE SAME

PAY RATES. THE PRINCIPAL LINK BETWEEN THESE SEFARATE SERVICES
WAS THE EQUATLUN OF GRADE P-1 (BEGINNING CULLEGE GRADUAIE
PRUFESSIONAL) WITH CAF-5 (FULL PERFURMANCE SECRETAKY, ACCOUNTING
TELHNICIAN, OR PERSONNEL ASSISTANT). APPAKENILY, THIS RESULTED
FRUM THE BELIEF THAT A FOUR YEAR (I.E., 36 MUNTH) COLLEGE
EDUCATIUN WAS EQUIVALENT TU THREE YEARS OF PRUGRESSIVELY
RESPONSIBLE EXPERIENCE IN A DEMANDING OFFICE OR TECHNICAL JOB.
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WHEN THE WO MAJOK SCHEDULES WERE MERGED INTU UNE BY LAW IN 1949,
P-1 AND CAF-5 BECAME THE SINGLE GRALE 6S-5. THE TEN-GRADED

CAF SYSTEM BECAME THE FIRST TEN GRADES UF THE KEW GS SYSTEN

AND (WITH A SEVERAL GRADE UOVERLAP -- GS-5 THKUUGH 6S-10) THE
E1GHT GRADED P SYSIEM BECAME THE GS SYSTEM'S LAST EIGHT GRADES
(6S=5, 7, 9, 11, 12, 15, 14, AND 15). THIS 1S BASICALLY THE
SYSTEM 1HAI EXISTS TODAY. ONE GENERAL SCHEDULE FOR VIKTUALLY
ALL WHITE COLLAR JUBS IN THE CIVILIAN FEDERAL CIVIL SERVICE,
CHARACTERIZED BY GRADE LEVELS LEFINED IN STATUTE, ANU DIVEKSE

BUT EQUALLY VALUED JUBS IN THE SAME GRADE LEVELS.

11 1S IMPURTANT TU NUTE YHAT THE NATIGNAL ACADEMY UF SCIENCES'
STUDY CONCLULED THAT FOR ALL JOB EVALUATION SYSTEMS “IT MUST

bt KECOGNIZED THA1 THERE ARE NU DEFINITIVE TESTS OF ITHE FAIRNESS
UF THE CHOICE UF COMPENSABLE FACTORS AND THE RELATIVE WEIGHTS
GIVEW 10 THEM. THE PRUCESS IS INHERENTLY JUDGEMENTAL AN TTS
SUCCESS IN GENERATING A WAGE STKUCTURE THAT IS LEEMED EQUITABLE
DEPENDS UN ACHIEVING A CONCENSUS ABOUT FACTUKS AND ThEIK WEIGHIS
AMUNG EMPLOYERS AND EMPLOYEES-” THE MINORITY KEPOKT, ALTHUUGH
GIVING SUPPUKT 10U THE 1LEA THAI THE CUNTENT OF JUBS CAN BE
EVALUATED NEUTRALLY, STKESSED THAT ANY SUCH SYSTEM HAD TO Bt
CORRELATED TU EXISTING MARKE' VALUES.

THE MAJOR CRITICISM LEVELED AT EXISTING JOB EVALUATION/COMPENSATION
SYSTEMS, PUBLIC ANL PRIVATE, BY CUMPAKABLE WURTH PKUPUNENTS IS PRE-
CISELY THIS PERCEIVED UVER-RELIANCE ON THE USE OF EXTERNAL LABOR
MAKKE1 WAGE KATES TU SET THE PAY OF AN OKGANIZATION'S WUKKFORCE.
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THEY ARGUE THAT SINCE SUCH RELIANCE ON MARKET-PLACE RATES TENDS
TO PERPETUATE DIFFERENCES IN PAY, COMPARABILITY WITH THE MARKET,
ESPECIALLY ON A JOB-TO-JOB BASIS, WOULD SIMPLY REINFORCE SUCH
DIFFERENCES.

YET, EVEN WHEN THERE IS AGREEMENT ON COMPARABLE WORTH PRINCIPLES,
[T IS DIFFICULT TO DECIDE HOW TO DEAL WITH IT. EVEN THE NATIONAL
ACADEMY OF SCIENCES REPORT CAUTIONED THAT THEIR METHODS WERE
EXPERIMENTAL, AND DID NOT SPECIFY HOW ONE GETS FROM FAIR JOUB
EVALUATION TO "COMPARABLE WORTH."

WHAT IS NOT EXPERIMENTAL IS JOB EVALUATION IN THE FEDERAL GOVERNMENT.
IT IS FAIR AND IT EXISTS INDEPENDENTLY OF THE ISSUE OF COMPARABLE

WORTH.

WHEN 1 SAY THE SYSTEM IS FAIR, HOWEVER, THAT DOES NOT MEAN IT IS
PERFECT, FOR HUMAN BEINGS ARE NOT PERFECT. FOR EXAMPLE, THIS
ADMINISTRATION HAS DISCOVERED SUBSTANTIAL MISCLASSIFICATION BY
AGENCIES OF FEDERAL JOBS. NOT ONLY IS OVERCLASSIFICATION UNFAIR

70 TAXPAYEdS SINCE IT IS EXPENSIVE, BUT, IF ONE ASSUMES SEX BIAS ON
THE PART OF FEDERAL MANAGEMENT, ONE MUST ASSUME SUCH BIAS CARRIES
OVER INTO MISCLASSIFICATION. 1T FOLLOWS THAT LACK OF PROPER
CLASSIFICATION BY AGENCIES WOULD BE A MAJOR SOURCE OF ANY SEX BIAS
IN THE FEDERAL WORK FORCE, NOT IMPERFECTIONS IN STANDARDS SETTING.

ALSO, IT SHOULD BE NOTED THAT IN ITS 1982 STUDY BREAKING TRUST,

THE MERIT SYSTEMS PROTECTION BOARD REPORTED THAT BY FAR THE LARGEST
NUMBER OF REPORTS OF OBSERVED GROUP DISCRIMINATION WAS AGAINST NON-
MINORITY MALES. ONE IN THREE RESPONDENTS HAD OBSERVED INSTANCES
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OF THIS SORT UF MERIT SYSTEM VIULATION. 1T MAY BE ARGUED THAI
FEDEKAL EMPLUYEES ARE NUT THE BEST EVIDENCE UN SUCH MATIEKS SINCE
UPM EVALUATIONS HAVE NOT DETECTED SUCH VIOLATIUNS. ON THE UTHER
HAND, EMPLOYEES MAY HAVE BETTER ACCESS 10 AND THEKEFURE KNUWLEDGE
OF THESE MATTERS THAN OUTSILE EVALUATOURS.

| WOULD BE LESS THAN CANDID IF 1 DIU NU1 ALSU AUMIT THAT THEKRE
IS A SIGNIFICANT JUDGMENTAL FACTUR IN JUB EVALUATION ITSELF.
ALTHUUGH CRITERIA INTENDED 10 Bt OBJECTIVE ARE USED, ANDU NUMBERS
ARE EVEN THE FINAL PRODUCT, JUDGMENT IS INVOLVED IN EVERY STAGE,
EVEN OF THE STANLARDS PROCESS. CLEAKLY THIS IS SU FOR THE MAJUR
FACTOR DECISIUNS MADE THROUGHUUT THE PROCESS.

WHEN SETTING STANUAKDS EVALUATING JOBS, THEKE MUST BE SOME
PERSPECTIVE ACCORDING TO WHICH GPM OPERATES. FIKST, ONE COULD
SIMPLY BE AKBITKAKY OR BIASED. CLEAKLY THA1 IS UNACCEPIABLE. A
SECUND PERSPECTIVE IS 10 RELY UPUN THE EXPERTS IN THE PROFESSIONAL
ASSUCIATLIUNS WHICH CEKTIFY THE UCCUPATIUNS. IN GENERAL, HUWEVER,
THE INTEREST OF SUCH AN ASSOCIATION IS TO RESTRICT ENTRY THROUGH
CREDENTIALING, TU LIMIT SUPPLY AND THEKEFORE INCREASE THE COMPEN-
SATION UF THOSE ALREADY CERTIFIED.

THIS UIRECTUK'S APPROACH HAS BEEN TU LIMIT CKEDENTIALING TU THE
MINIMUM NECESSARY TO PRUVIDE FOR THE KNOWLEDGE, SKILLS AND DEMANDS
NECESSARY FUK PEKFORMING THE WORK. IN THIS WAY, THE MARKET 1S
ABLE TO WORK TO ITS MAXIMUM, TO ALLUW THE GREATEST AMOUNT OF
GPPORTUNITY 10 ALL POTENTIAL APPLICANTS FUR THE PUSITIUN. THIS
LIMIT ON CREDENTIALING IS ESPECIALLY BENEFICIAL FOR MANY WOMEN,
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SINCE HISTOKIC EDUCATIONAL AND CULTURAL PATTERNS IN MANY UCCUPATIONS
HAVE MADE 17 DIFFICULT FUR SUME WOMEN 1U ACCUNMULATE EXTENSIVE FURMAL
CREDENTIALS. WE ARE WORKING TO KID THE SYSTEM OF AS NMANY OF THE
RESTKICTIUNS TU ENTRY, LIKE CREUENTIALING, AS WE CAN. YET, 1

MIGHT ADD THAT, IN EACH CASE WHEKE 1 HAVE ATTEMPTEL TO DO SO,
SUBSTANTIAL UPPUSITION HAS BEEN GENEKATED.

TO ACHIEVE THE UNIFORMITY ASSUMED BY CUMPARABLE WOKTH ADVOCATES,
11 WOULD ALSU BE NECESSARY Tu CONSIDER THE WAGE GRALE SYSTEM.

AT PRESENT, 450,000 FEDERAL EMPLOYEES IN TRADITIUNAL, BLUE-COLLAR,
MOKE UNIUNIZED OCCUPATIUNS, ARE NOT INTEGRATEL INIU THE WHITE-
CULLAK JUB EVALUATION SYSTEM. Wt WOULD EXPECT VERY SUBSTANT IAL

UNIUN OPPUSTIUN TU SUCH AN EFFUKID.

| WOULD LIKE TU STRESS, AGAIN, THAT EVEN IF ALL UF THESE CHANGES
WEKE ACCOMPLISHED TU MAKE THE JOK EVALUATIUN SYSTEM MURE EQUITABLE,
THIS STILL WOULD NOT BE A ”CUMPARABLE‘NURTH” SYSTEM. AS TWO

STAFF MEMBEKS OF THE NATIONAL ACADEMY OF SCIENCES HAVE PREVIOUSLY
TESTIFIED TO THIS COMMITTEE, THERE IS STILL THE QUESTION OF
"RELATIVE WORTH.” AS THEY NOTED, RELATIVE WORTH IS A “MATTEK

OF VALUES;” IT IS A DIFFICULT PROUBLEM TO MEASURE VALUES ANL WORTH.
WHU'S VALUES DU WE RELY UPON? MINE? YUUKS? REALLY, THE ONLY
WAY FREE SUCIETIES HAVE FOUND TO DO THIS IS TU REFER TU THE

VALUE CHUICES WHICH EXIST IN THE MARKET. BUT THIS BRINGS US

FULL CIRCLE, SINCE IT IS OFTEN THESE VALUES WHICH ARE OBJECTEL

TU BY THE PRUPGNENTS UF “CUMPARABLE WORTH®.
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GIVEN PRESENT KNUWLEDGE REGARDING THE SETTING UF THE WORTH UF A
JUB, 1 DU NOT Stb ANY ALTERNATIVE U HAVING THE FINAL TOUCHSTONE
FOR SETTING “WORTH” TO BE THE MAKKET. FAIK JUE EVALUATIUN CAN
UNLY GU SU FAR. WE SHUULL CONTINUE KEFINING OUR CLASSIHICATION
SYSTEM BuT, UNLESS NEW IDEAS ARE DEVELUPEU, Wt CANNOT GO MUCH
FURTHER WITHOUT BEING ARBITRARY.

AT THE SECGND DAY UF THE LAST HEAKINGS YOU HELD UN THIS SUBJECT,
CONGRESSWUMAN FEKRARU REALLY ASKELU THE CENTKAL WUESTIUN. SHE
ASKED, HUW COULD UNE DETERMINE WORTH 1F NEITHEK MARKET FORCES

Uk JUB EVALUATIOUN TECHNIQUES CUULD LU 117 THUMAS DUNUHUE,
SECRETARY-TREASUKEK OF THE AFL-Cl0, SAID THA1 WURTH MUST Bt
DETERMINED IN THE PRIVAIE SECTUK BY JOINI AGREEMENIS KEACHEL BY
LABUR AND MANAGEMENT. THIS MEANS, IN EFFECT, KELYING ON THE
MAKKET. THIS IS THE NECESSARY AnSWEK Tu THE WUESTIUN FUR THE
PRIVATE SECTOR.

THE FEDEKAL GUVEKNMENT MUST FULLUW THE PKkIVAIE SECIOKk. OUUK WHULE
COMPENSATION SYSTEM IS BASEL UPON THE PRINCIPLE UF COMPARABILITY
T0 Tht PRIVATt SECTUK. ALTHUUGH ADHERENCE TU THAT PRINCIPLE HAS
BEEN DIFFICULT IN RECENT YEARS, THE PKINCIPLE ITSELF REMAINS THE
UNLY UNE UNDEK WHICH WE CAN UPEKATE AND CAN BE JUSTIFIED TU THE
PUBLIC AS FAIR AND NOT ARBITRAKY.

IN CONCLUS TGN, MADAM CHALRWGMAN, 1 BELIEVE WE Al THE U.S. UFFILE
UF PERSONNEL MANAGEMENT HAVE MALE ANL ARE MAKING PROGKESS IN
IMPROVING UUR SYSTEM GF CLASSIFYING AND EVALUATING FEDERAL JUBS.
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1HE UFFICE OF PEKSONNEL MANAGEMENT REMAINS DEDICATED TU THE
SETTING UF FAIR STANDARDS THKUUGH JOb EVALUATION, FAILK
ENFORCEMENT OF CLASSIFICATIUN DECISIONS IN THE AGENCIES, AND
CREATING A MORE ACCURATE PAY COUMPARABILITY SYSTEM. 1 HOUPE
THESE ACTIONS WILL BE OF SUME BENEFIT IN ACHIEVING THE FAIK
CLASSIFICATIUN AND PAY SYSIEM WHICH ALL FEDERAL EMPLOYEES

DESERVE.

MADAM CHAIRWOMAN THIS CUNCLUDES MY PREPARED STATEMENT. 1 WILL
BE GLAD TO RESPOND TO ANY QUESTIONS YOU MAY HAVE.
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